A CASE STUDY ON PERFORMANCE AND REWARD MANAGEMENT PRACTICE AT VICTORIA GOVERNMENT SCHOOL, MELBOURNE, AUSTRALIA by Aerni Isa et al.
2
nd INTERNATIONAL CONFERENCE ON BUSINESS AND ECONOMIC RESEARCH (2




A CASE STUDY ON PERFORMANCE AND REWARD MANAGEMENT 
PRACTICE AT VICTORIA GOVERNMENT SCHOOL, MELBOURNE, 
AUSTRALIA. 
Aerni Isa 
1 Rajeswari A/P Devadass 
2  
University Tenaga Nasional, 
Mohan Dass
3 
Swinburne University, Australia 
 
The  main  purpose  of  this  paper  is  to  examine  the  performance  and  reward  system  at  Victoria 
Government  Schools.  Furthermore,  the  paper  highlights  on  the  area  of  performance  management, 
performance development, performance assessment and the outcome in their job satisfaction and the 
effectiveness in performance among the school teacher at Victoria Government School.  Based on in 
open- ended  interview, direct observation, and the voice respondent on the qualitative approach it helps 
the  participant  and  the  researcher  to  make  sense  of  interpret  their  shared  of  understanding  on  the 
implementation of performance and reward system approach at Victoria Government School. Finally, 
the  results  demonstrate  that  the  implementation  of  the  performance  system  approach  at  Victoria 
Government school are motivating the teachers to have a great expectation in implementing a variety of 
promoting choices, quality and strong values in Australia’s education. 
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Improving education outcomes is a key priority for governments around the world. The teacher labor 
market receives considerable economic scrutiny, with recent reviews of teacher productivity and pay as 
well as the high quit rates of young teachers (Allegretto, Corcoran, & Mishel, 2004; Wayne & Youngs, 
2003). A consistent refrain is that teacher productivity is low (in part because turnover is high and the 
supply pool is diminished) and that one solution is to tie earnings more directly to teacher performance 
(Hanushek & Rivkin, 2004). Some recent empirical work has produced convincing results, suggesting 
that incentives do affect the behaviour of employees in particular parts of the public sector (see, for 
example, Courty and Marschke, 2001 and Kahn et al., 2001). 
 
In the USA, Ingersoll and Smith (2003) pointed out that 40–50% of all beginning teachers had left 
teaching within 5 years and suggested that an improvement in teachers’ working conditions is urgently 
needed to curb the high rate of attrition. In the UK, many primary schools had to recruit overseas 
teachers to fill the posts in 2002, and 8% of teachers taking up posts did not have qualified teacher 
status.  Extensive  national  level  curriculum  and  assessment  reforms  were  deemed  the  major  factors 
contributing to increasingly unattractive working conditions in the UK (Webb et al., 2004). Teacher 
commitment,  appropriately  defined  as  ‘the  degree  of  psychological  attachment  to  the  teaching 
profession’,  has  gained increased  research  interest at  a  time  when  the problem  of  teacher  retention 
concerns many countries in the world (Coladrasi, 1992; Fresko, Kfir & Nasser, 1997; OECD, 2005). 
 
The purpose of this article is to investigate 20 % Australian teachers’ perceptions, evaluate the fairness 
and  understand  their  expression  of  voice  of  performance  appraisal  system  at  Victoria  Government 
Schools. It seeks to add new understanding to Victorian teacher’s performance management system, 
commitment, and offers insight into teacher retention strategies.  
 
     2.0 LITERATURE REVIEW  
The concept of commitment has been widely used in organizational research to analyze both individual 
and organizational behavior from the late 1950s. Researchers in the educational field have only begun to 
study  teacher  commitment  since  the  1980sn  (McPherson,  Crowson,  &  Pitner,  1986).  Commitment 
studies  in  the  ‘80s  fall  into  three  different  perspectives,  which  present  findings  with  different  foci 
(Reyes, 1990). The early ‘exchange perspective’ sees commitment as a function of a person’s cognitive 
evaluation of the costs and benefits of staying in an organization (Becker, 1960). \. A committed person 
typically believes strongly in the goal and values of the commitment object, complies with expectations 
voluntarily, exerts considerable effort for the good of the commitment object, and has a strong desire to 
remain affiliated with the commitment object (Firestone & Pennell, 1993).  
 
Since the 1980s, researchers in the West have increasingly recognized the complexities of teachers’ 
work and lives. Teacher commitment began to be studied from a new perspective of the teacher’s career. 
This  perspective  acknowledges  the  interactive  dynamics  of  complex  forces  in  teachers’  personal, 
institutional and systemic contexts, which are mediated by the broader social historical landscape (Day, 
Elliot, & Kington, 2005; Gu & Day, 2006; Huberman, Thompson, & Weiland, 1997; Kelchtermans, 
2005; Smethem, 2007; Ware & Kitsantas, 2007). Studies following this conceptual framework give 
evidence that teachers vary in their objects and intensity of commitment in different life and career 
phases. Certain objects of commitment appear to be more central than others in certain career situations 
and intensity changes over time due to various forces in teachers’ lived experiences. 
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3.0 VICTORIAN GOVERNMENT 
Since 2004, the Victorian Government has encouraged its public schools to implement standardized 
performance management system which is covered in “school based staff performance management” to 
ensure high performance in which targeted professional development and ongoing professional growth is 
included. For this purpose, the government introduced the Victorian Government School Agreement 
2004 which contains a precise commitment to highest standards of teaching and learning in government 
schools. Following that the same year, the government also provided Performance and Development 
Guide for Teacher Class. 
 
For  creating  and  supporting  a  performance  and  development  culture  in  schools,  the  Victorian 
Government, through the Office and Learning and Teaching, has introduced a blueprint for government 
schools that should be implemented. The blueprint (State of Victoria Government 2004) gives a self 
assessment framework by identifying levels of achievement that has been accomplished.  
 
4.0 PERFORMANCE MANAGEMENT 
Performance management system emerged in early 1990s as an independent and a special management 
system. In this system not only the evaluation of employee performance but also performance planning 
and  performance  in  improvement  are  salient.  Performance  management  is  a  critical  aspect  of 
organizational  effectiveness  (Cardy,  2004).  Contemporary  challenges  facing  organizations  have  led 
many  of  them  to  refocus attention  on their  performance  management  systems  (Buchner,  2007) and 
explore ways to improve employee performance.  
 
Performance management system has been developed through evaluating human resources management 
as a strategical unit. This system is a systematical management in which employees are motivated to get 
the best of them (Isigicok, 2007). As Armstrong (2000) notes, the performance management process 
offers an opportunity for the integration of all HR strategies. “Bundling” HR practices so that they 
complement  and  strengthen  each  other  has  been  shown  to  be  necessary  for  an  organization's  HR 
architecture to deliver desired performance (Pfeffer, 1998). As suggested by Verweire and Van Den 
Berghe (2004), performance management is valuable only if the various components of the system are 
aligned.  Aligned  bundles  of  HR  practices  create  the  mutually  reinforcing  conditions  that  generate 
desired outcomes (MacDuffie, 1995).Although it is the ultimate objective of performance management, 
increased performance (both task and contextual; Borman & Motowildo, 1993) can be considered a 
distal outcome of the process.  
 
Thus,  managing  performance  effectively  requires  achieving  intermediary  outcomes  that  precede 
enhanced performance. As noted by VerWeire and Van Den Berghe (2004), performance management 
involves creating motivation and commitment to achieve objectives. Producing these more proximal 
outcomes is a vital step in the performance management process.  
 
Compared to conventional management systems, regulations in parallel to performance management 
system  foster  performance  for  the  individual  and  the  organization  in  reaching  the  goals  of  the 
organization  (Cosku,  2006,  Barutcugil  2002).  Akal  (1992)  describes  performance  management  as  a 
process of starting some regulations and carrying them out by gathering data and making comparisons as 
to the future of the organization. 
 
In general performance management system comprises the evaluation, improvement, measurement and 
paying for the work performance of the individuals actually, as performance management introduces the 
concept of management with goals it enables individual employees to focus on what they do and to have 2
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letter commitment. It also helps to set goals to improve the potential already present and to find out to 
what extent these goals are fulfilled (Barutcugil, 2002:125).Performance management includes all kinds 
of evaluations to measure the extent to which the organizational aims are achieved. With this regard, 
performance management should be evaluated as having two goals. The organizational aims should be 
considered to improve the organizational performance and the individual goals should be taken into 
account to enchance the performance of the employees (Coskun, 2006, Bostanci 2004:1).  
 
 
According to the Department of Education (2007), the performance is linked to development program, 
and both are designed to: 
·  Support the school in meeting its responsibilities to students, parents, and to government through 
linking staff performance with achievement of school and government objectives; 
·  Provide feedback on performance which will support ongoing learning and development of staff 
with a focus on ways in which student learning can be improved; 
·  Enhance the capacity of staff in promotion positions to apply the leadership and management 
competencies required in their positions; 
·  Recognise effective performance through salary progression; 
·  Provide a supportive environment for improving performance where the required standards are 
not met. 
 
5.0 VICTORIA GOVERNMENT SCHOOL 
 
The Victorian Government School that we have chosen is specializes in learning activities for students 
with a mild intellectual disability. The school is geared to maximizing individual students’ self esteem 
and skills of independence to ensure a successful post-school life. However as a part of a bigger system, 
the school is roofed in the Department of Education of Victoria State. Thus, most of regulations within 
the school are covered by the government policy, including the Performance Management System. 
 
According  to  School  System  Development  Division  of  Department  of  Education  and  Training 
(Department of Education 2005), Victorian government specialist schools will in all stages of the new 
accountability and improvement cycle (introduced in March 2005) from the commencement of 2006, 
though all mainstream primary and secondary schools have implemented it in 2005. 
“The framework supports schools on their improvement journey by enabling them to: 
·  Plan  for  improvement  via  a  four  year  school  strategic  plan  and  an  annual 
implementation plan; 
·  Evaluate progress towards the improvement goals and targets via an internal school 
self-evaluation and an external school review; 
·  Report on progress in core school performance indicators and other achievement via an 
annual report to the school community; and 
·  Manage risk and compliance with legislation and departmental policies via an on-line 
school compliance checklist (currently being piloted) 
 
5.1 360 Degree Feedback System 
Figure  1  outlines  the  360  degree  feedback  which  is  being  used  in  the  School  to  seek  feedback  as 
undivided part of performance management. The principal gives constructive feedback to teachers when 
they accomplishing the outcomes of performance and development. As the teaching staff is encouraged 2
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to work in teams, they also seek feedback form of other team members and team coordinator. The 
Department Leaders also assists teachers to improve their performance. Feedbacks from students and 
their parents as the customers of the school are considered as a part of the system as well. The learning 
outcomes are indicators to how far the achievement resulted, while the praise and criticism from the 
parents is valuable input to reset targets and goals. Overall, the feedbacks will be considered for the 








Figure 1:  360 Degree Feedback System 
5.2 Performance and Development Cycle 
By the end of March the following year the teachers should have completed the ‘outcomes achieved’ 
section in their performance plans, while the principal will provide teachers with comprehensive and 
constructive feedback on their performance. This discussion should also focus on specific areas for 
improvement and appropriate intended outcomes for the next review cycle and assist the teacher in 
developing a new performance plan, including appropriate professional development action. 
 
The Special Schools that we have selected facilitates the students for maximizing their self esteem and 
skills of independence; it is considered that each student has individual needs which are different to 
others. Thus, the performance and development plan of teacher should have comprised the varied needs 
of students. For doing that, the teacher belonging to the Schools arranges special learning program for 
every single student. 
 
A  formal  mid-cycle  review  should  be  undertaken  which  provides  an  opportunity  to  talk  about  the 
teachers’ progress towards achieving the intended outcomes. They will discuss reasons for this concern 
and develop support strategies to assist the person to improve their performance. To ensure that the 
teachers have opportunity to improve performance they should be advised at least three months prior to 
the assessment of performance. In regard to the best practice in the School, team coordinator will review 
the team members. 
 
There are formal scheduled meetings for the review session (Hatherly 2007). Within the discussion, 
every teacher is encouraged to explain the progress in achieving planned performance. A teacher who 
faces  a  problem  in  achieving  goals  usually  will  seek  assistance,  and  the  team  will  conduct  further 
discussion to find the solution. 
   
 
PRINCIPAL 
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5.3 Performance Assessment 
The principal has ultimate responsibility for approving the assessment of each teacher. The principal will 
consider the outcomes achieved and other relevant information in relation to each standard and make a 
decision, based on the balance of evidence, about whether the teacher has fulfilled all the standards. The 
indicators for each performance standard as they relate to the intended outcomes in the plan, depending 
on their positions will assist the assessment of performances. 
 
In the Victorian Government School, the Principal or Assistance Principal or Department Leader will 
observe the performance of the teacher in the classroom and after that, the teacher will be given some 
feedback about what area they need to improve. So observation is an important method to assess the 
teacher’s performance. 
   
5.4 Outcomes 
 Figure 2 outlines the performance assessment and by the end of April each year leading teachers will be 
advised of the outcome of their performance assessment. The principal will discuss the review outcome 
with the leading teacher and provide constructive feedback on strengths and areas for improvement. This 
professional discussion is crucial in supporting the learning of the teacher and assisting them to establish 
appropriate  intended  outcomes  and  professional  development  action  for  the  next  performance  and 
development cycle. 
 
When a teacher does not meet one or more of the standards, the principal will work with the teacher to 
identify the factors affecting their performance. Appropriate action may include implementing strategies 
such as providing a mentor for the teacher, referral to appropriate professional development programs, 
referral for individual performance counseling, appropriate staff working with the leading teacher to 













Figure 2: Outline of Performance Assessment 
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The study employed a qualitative approach namely an inductive grounded theory method of inquiry, 
based on the meta- theory of symbolic interactionism.  This was considered appropriate given that the 
study aimed to come as close as possible to seeing. Qualitative approaches express a commitment to 
viewing  events  and  the  social  world  through  the  eyes  of  the  people  that  they  study  (Kassim& 
Dzakaria,2006).   In addition to that, this study used grounded theory methods and according to Strauss 
and Corbin (1990, p.23) define a grounded theory as “one that is inductively derived from the study of 
the phenomena it represent. 
 
Trust and rapport are essential to conducting successful interviews with research participants (Bogdan 
and Biklen, 1982; Fontana and Frey, 2000, Taylor, and Bogdan, 1998).  Based on open –ended interview 
we  able  to  achieve  ‘rich data’, the  keynote is active  listening’  in  which the interviewer  ‘allow  the 
interviewee the freedom to talk and ascribe meaning’ while bearing in mind the broader aims of the 
project. 
 
The school in the study was chose using purposive sampling. A number of factors were considered to be 
important in influencing the nature and effectiveness of teacher appraisal in school. The first factor was 
the  nature  of  the  school  as  this  is  one  of  eighty  one  government  school  in  Victoria  State,  which 
specializes  in  learning  activities  with  a  mild  intellectual  disability  (Department  of  Education  and 
Training, 2005).  The size of the school and most of regulation within the school are covered by the 
government policy, including the performance evolution system.  
 
The methodology of selection was random selection of 20% teachers from the schools through snowball 
sampling.  The  snowball  process  for  this  research  began  in  the  first  field  trip  where  relevant 
representatives  were  identified  using  strategies  such  as  suggestions  from  principal  at  the  Victoria 
Government Schools. The first few successful interviews often provided the information and opportunity 
to snowball to the next person in the schools. Similar experience and expertise in individual learning and 
teaching, and most of them are senior staff who had worked more than 5 years in the education industry 
 
The questionnaire was adopted from Parker and Bradley (2000) and it divided into four quadrants. For 
each  quadrant,  we  are  asking  four  questions  which  indicate  the  characteristics  of  the  group, 
development, hierarchical and rational culture.  Furthermore, the observation processes about the person 
interviewed were also made to put interviewee’s opinion into context. 
 
Qualitative research interview were conducted with participants. Kvale (1983, p, 174 as cited in King, 
2004,  p.11)  defines the  qualitative  research  interview  as  “an interview,  whose  purpose is to  gather 
descriptions of the life-world of the interviewee with respect to interpretation of the meaning of the 
described phenomena”. In other words, the qualitative research interview enables participants to report 
their stories on performance evaluation within the context of their personal values and experiences in a 
way that a more structured interview format may constrain.  
 
The qualitative research interview also emphasizes the role of the interviewer in the collection of data. 
For  example,  the  interviewer  acts as a  participant in  the  interview  in  which they  co-  construct  the 
narrative  of  performance  evaluation  with  the  interviewee,  rather  than  depersonalizing  the  interview 
process  (King,  2004).  Each  interview  lasted  approximately  one  hour  and  was  audio  recorded  and 
transcribed for analysis. All interviews were analyzed using a thematic narrative analysis, which is 
explained and demonstrated in the following section of the paper. 
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This  extract  ‘demonstrate  some  key  interactional  practices  of  qualitative  interviewing  gaining  very 
detailed and comprehensive talk by  asking meaningful questions, listening attentively, expressing our 
empathy on the victim of mistreatment and thus will help us to obtain their trust and openness about 
their experience on the implementation of performance evaluation.  
 
 
7.0 OBSERVATION PROCESS 
 
Observational data are used for the purpose of description of settings, activities, people and the meanings 
of what is observed from the perspective of the informants. Observation provides knowledge of the 
context in which events occur and may enable for us to see things that participants themselves are not 
aware, or are unwilling to discuss that participants themselves are not aware of, or are unwilling to 
discuss (Patton, 1990). 
 
Furthermore, Hartley (1994) has proposed the taking of fieldnotes on any relevant matters including 
observation about a company’s environment, personal impression, attitudes and reactions or noteworthy 
words used by the interviewees in reaction either during the interview or in casual conversation that 
occurs outside the interview setting as such information could be relevant for the purpose of naturalistic 
research.  Through  observation  process  it  helps  us  to  notify  the  difference  between  highly 
conscientiousness  and  neurotic teachers  modeling  behaviors  that to  lead to favorable  outcomes  and 
avoiding behaviors that lead to punishing consequences (McShane & Von Glinow, 2010). 
 
It has shown that the teachers are patiently dedicated in teaching the students, they are fully committed 
in  delivering  the  knowledge  and  highly  conscientiousness  as  there  are  more  careful,  responsible, 
purposeful, dependable, hardworking, persistent, and achievement - oriented (Barrick and Mount, 1991) 
in  educating  the  students.  They  have  high  level  of  dignity  as  a  teacher  in  guiding  the  students  in 
achieving the success and their perceive application of the performance evaluation as a positive outcome 
in ensuring the effectiveness in teaching.  
 
Teachers that highly neurotic are experiencing high level of  anxiety, tension, embarrassment, anger, 
guilt, depression and low self- esteem this is supported through the interaction with the students it has 
shown that the teacher was talking to the class 90% of the time and lack of engagement among the 
students and most of time their behave as information providers. Furthermore, they feeling of unfairness 
in process and inequity in evaluation process through the expression of facial gesture and physical 
distance.  
 
Furthermore,  using  observation  technique  in  this  research  is  considered  essential  to  provide  the 
contextual aspect of each case study. It also helps us to understand what is going on in a particular 
context and to provide clues and pointer to other layers of reality.  
 
 
     8. 0 NARRATIVE ANALYSIS AND VOICE 
 
Within the interview process, stories were constructed by participants about their broader experiences of 
performance assessment at the Victoria Government School, which were often presented in a non-linear, 
fragmented  and  illogical  format,  which  were,  at  times,  difficult  for  the  researcher  to  follow.   
Consequently, it was important that stories were analysed in a manner that provided a way of bringing 
them “into a meaningful whole” (Czarniawska, 1998, p. 2), while preserving the individuality of each 
participant’s  experiences  the  application  of  performance  assessment    and  acknowledging  common 2
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themes across the interviews. Czarniawska and Gagliardi (2003, p. vii) suggest that the imposition of a 
structure onto “raw and fragmented material” can help researchers make sense of participants” stories. 
 
Narratives represent researchers” interpretation and structuring of stories, which are developed through 
introducing  order  such  as  chronology  and  sequentiality  (Czarniawska,  1998),  therefore,  organizing 
stories into a structure with a clear beginning, middle and ending.  
 
Narrative themes explored in the larger study were derived inductively from the data, that is, from 
analysis of how participants themselves sorted and constructed their stories (Boje, 2001). The use of 
voice was a primary theme embedded within the narratives of the 12 teachers featured in this study. 
Specifically, each teacher reported a common experience of using voice in response on the application of 
performance assessment.  
 
 
9.0 THEME ANALYSIS AND DISCUSSION 
 
As demonstrated in figure 3, employees expect to be able to influence the supervisor’s rating decision 
through their job performance. The first, and most obvious, contact point is derived from the evaluation 
(i.e.,  outcome)  itself.  Performance  ratings  are  a  measure  of  worth  and  are  generally  the  means  for 
achieving other important organizational outcomes. Employees need explicit statements in the form of 
performance ratings that let them know how the organization views their performance. The result of our 











FIGURE 3: A Conceptual model of the outcomes of teacher’s perception on performance appraisal  
 
9.1 TEACHERS AND PERFORMANCE EVALUATION 
 
Teaching is not an easy task. It requires high skills, knowledge, discipline and energetic characteristics. 
“Teachers quality matters, poorer teachers make big differences to your kids; poorer teaching can drag 
his kids down” (Australia, 2007).  
 
Teacher’s voice is desirable not only as a form of communication with the management, but also as a 
means of change- oriented communication intended to improve the situation (LePine and Van Dyne, 
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appraisal system and the clarity of appraisal criteria are important to enhancing the satisfaction of with 
the appraisal system.  
 
Through the voice responding we do believe they have a clear perception on the implementation of the 
performance  evaluation.  On  the  other  hand,  they  do  believe  that  intrinsic  motivation  leads  them  to 





9.2 POSITIVE REACTIONS  
 
Exploring the narrative theme of voice highlighted that each teacher reported different ways in which 
voice was used. According to Zhou and George (2001, p.683) define voice as an active attempt to 
“improve conditions, actively to make things better”. 
In  this  context,  only  14  percent  of  teachers  are  concern  and  showing  a  positive  reaction  of  the 
performance assessment at the school. “According to the teachers: 
 
“Appraisal for the purpose of professional development has the potential to improve performance in the 
areas targeted by the appraisal for improvement.   Performance and reward has a strong relationship it 
motivate  us  to  continue  to  expand  effort  toward  the  accomplishment  of  organizational  goals  and 
objectives”.  
 
Performance appraisal is important as it helping us to determine a clear role perception in establishing the 
performance objective. We are fully motivated when the principal are fully aware on our improvement; 
furthermore, we are intrinsically motivated by the jobs.  
 
Example: When accepting thanking letters from the student’s parents, the Principal usually sticks it on the 
notice board so that the other teaching staff could read the letter and felt collectively rewarded and another 
effort to appreciate the teaching by intangible reward is a formal letter signed by the Principal to thank 
teachers for a certain year dedication.  
 
Its nice having someone say that you’re doing things right. It always is- in any job! I don’t think that 
there’s enough of that in teaching. All too often, by the time you’ve worked your way through the group 
of classes of kids during the day, you end up feeling that you’re incompetent, that you haven’t taught them 
anything, and the rest of it. That can be pretty depressing. That’s where it’s important to have people 
saying- “we really appreciate that you did this”, or “That was really good. You did well here. These kids 
are showing improvement”. 
 
 
Example:  Kate  is  one  of  the  dedicated  students  and  this  school,  before  she  was  falling  miserably  at 
secondary school and felt angry and frustrated that she could not keep up with her peers and resented 
being withdrawn from math’s and sciences classes to work with the teacher aide. This made her feel 
different. She did not have a chance to do work experience or be chosen for drama which she really likes. 
Kate arrived at this school and surprised herself by really liking it. She made friends immediately with a 
girl  in  her  class.  The  school  will  set  goals  for  her,  which  will  build  on  strength  and  emphasize 
independence and vocational skills. She can handle money and loves cooking so she will become a top 
performer in the canteen program when she turns 17.  
 
We have families, and we have commitments, and I think as a teacher we are entitled to some monetary 
recognition  for  extra  effort-  for  maintaining  an  effort,  and  getting  improved  outcomes.  You  look  at 
accountants, doctors and other professions, and they don’t get stuck in their early 30’s or early 40’s. 
However, some of the teachers are happy being in the comforts zone stuck in the ‘status quo ‘. 2
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9.3 NEGATIVE REACTIONS  
 
On  the  other  hand,  voice may  be  used  as a  strategy  to  signal  dissatisfaction  when  the pay  system 
effectiveness is low and principal do believe that appraisal or evaluation are used for administrative 
decisions,  such  as  promotion  and  pay  raises,  they  tend  to  pay  more  attention  to  the  performance 
appraisal process; only 6 percent teachers reported using voice through direct signaling to management 
about dissatisfaction caused by performance evaluation. As they are experiencing high level of role 
conflict and role ambiguity as teaching is an occupation that demands many roles.   
 
According to the participants, performance evaluation thus leads to an unpleasant emotion to them. As the 
nature  of  teaching  and  administration  work  at  certain  circumstances  are  complex,  ambiguous  and 
comprise many intangible aspects, which make it hard to identify. Furthermore, they do understand that 
every job involves being judged by other people, whether you are giving a sales presentation to clients, 
representing your work team at a meeting, or showing your boss your work for some informal feedback. 
Being evaluated can raise anxiety for everyone. Apprehension in this kind s of situations is a common 
phenomenon.  
 
However  ,  they  do  believe  at  the  certain  circumstances  principal  mistreat  the  teachers  on  principal 
favoritism with regard to appointments, promotion, enforcement of rules, evaluation, and recognition and 
rewards (Blasé,1988). Furthermore normally, during  meeting the principal believed they are the only 
voice the follower should listen and this thus lead to a negative enforcement on the environment.  
 
Favoritism is always an issue, for example there are few teachers who had break a traditional rule of 
teaching before as they refuse to follow the text book when they teach the students. They do transform a 
new approach however the principal refuse to break the dominant logic. According to the participants, 
principal normally being prejudice with them and this is finalizing based on observation process. In this 
context, teacher are at risk for burnout because of high charged emotionally of their jobs and in addition to 
emotional  involvement,  other  predictors  of  teacher  burnout  include  role  overload,  work  pressure, 
classroom environment, and school environment. In this context, normally principal was highly visible 
and walked in and out of classrooms, and identify these visits “a two- Way Street” because the principal 
is“there to see what’s going on. However at the certain circumstances the teachers felt the principal might 
not have the background to engage teachers in detailed discussion about instructional practices.  
 
Furthermore, most of the teachers lack of discretionary time to share with other colleagues.  
As our schedules are set by administrators and proximate break time in a day are within 1 hours and 
perhaps a planning period- we have scheduled responsibilities, including team meetings, ARD meeting, 
parent conferences, meetings with students, responsibility for moving students from one place to another 
and, in some cases, responsibility for supervising the lunch room. 
 
 In the little discretionary time left to them, teachers attend to pressing matters such as eating, preparing 
for next class, calling parents, and trying to keep up with paperwork. Hence, as a result it does lead to 
poor job performance as they lack sufficient time to accomplish their responsibilities. 
 
In order to retain job satisfaction in organizations, organizational members need to respond to their 
dissatisfaction in an active manner through voice. In this context, we listen to their voice there must be 
an inward quietness, a freedom from the strain of acquiring, a relaxed attention.  
 
Assessing students with learning disabilities can be challenge. However, we are patiently educate and 
providing the child with an opportunity to demonstrate knowledge, skill and understanding. As most of 
the students self- esteem is improving from time to time as there are participate in all class activities. 
These kids have an opportunity to play in the variety of sporting teams, perform in the school production 
and excel in woodwork and computers. We are totally satisfied with their achievement and we do believe 
that this is importance in motivating the kids to cope effectively with challenges and barriers in the future.  
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Hence, performance evaluation system can have a significant impact on the attitudes and behaviors of 
teachers, which in turn affect the performance of teachers and the learning outcomes of students (Kelly, 
Ang, Chong & Hu,2007). They do understand the objective of the appraisal and there should a transparent 
“dialogue “and openness” between them and the principal. As they disagree at the certain circumstances 




Teacher’s voice can show principal certain aspects that are not properly considered in the performance 
evaluation. As some of them do agree that at certain circumstances there was a mismatched between the 
perceptions of the school’s principal system and teacher thought the purpose should be. In this context, 
their voice as an active attempt to “improve conditions” (in the form of participation) in pay system 
development or performance evaluation will enhance perceptions of pay system effectiveness.  
 
We do believe that, listening brings about changes in people’s attitude toward themselves and by asking 
meaningful questions, expressing our deep-felt empathy for their dissatisfaction, and, in general, treating 
teachers respectfully, we are able to gain their trust and thus openness about their experiences and do 
believe that teacher performance evaluation is important the meet the individual career development 
needs of teachers, with the objective of helping teachers attain higher levels of competency. Throughout 
the expression of their voice we deeply understand their emotion and through this process it helps them 
to minimize the error in perception towards performance evaluation;  
   
According to Sarah, a good appraisal scheme will be one that is developed by the teachers themselves and 
/ or when their involving in the process in its development then the feel a part of the system.  In addition 
to that, they believe that based on the implementation on distributive justice their will perceives the pay 
system reward fairly and when the principal demonstrate high level of emotional intelligence, teachers’ 




10.0 CONCLUSION AND RECOMMENDATION 
 
Teachers and the school are vehicles for the reproduction and transmission of social values, knowledge 
in the realm of personal and social education, and folk knowledge about social norm. Thus the school is 
the site and teachers the source of multiple knowledge (s) (Coffey & Delamont, 2000).  
 
Exploring voice on teacher’s responses on performance evaluation through the application of qualitative 
research approaches has implications for both management research and management practice. We have 
more and more convinced that every single participant has wonderful voice, with which to speak of their 
thoughts and feeling towards their perception on the appraisal system at the school.  
 
For creating and supporting a performance and development culture in schools through the office and 
Learning  and Teaching,  has introduced a  Blueprint for Victoria  Government School  that  should  be 
implement.  Hence,  through  the  implementation  of this  performance  and  reward  management  at  the 
school, the teacher’s are intrinsically motivated by the job. Appropriate performance evaluation will 
motivate  teacher’s  in  doing  their  jobs.  Conversely,  inappropriate  performance  evaluation  could 
undermine teacher’s motivation. 
 
The principal alone does not determine the success of school, reforms, in managing the complexity of 
performance evaluation at the school. Further, teachers, principal and education officers need a time to 
negotiate  and  construct  a meaningful  and shared  conception of the reforms  performance  evaluation 
implication and a map of how to reach the “fairness and clarity” of appraisal system are important for 2
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increasing the satisfaction of teachers with the appraisal system, the positive perception of teachers 
towards performance bonuses, job satisfaction and motivation of teachers.  
 
Taken all together, to avoid gaps and pitfalls in performance evaluation of school, explicit discussions 
and meaning making that promote the optimizing connection between performance and salary progress 
to make teacher’s more aware of risk if unable in achieving the professional standards.  
 
Qualitative studies of voice can be used to derive feedback from teachers about performance appraisal 
and  the  effect  that  is  has  upon  individual  teachers.  The  feedback  could  be  used  to  undermine  the 
weakness point on the implementation of performance evaluation at the school. Finding of this study 
have important implications for both the school and system level for the development of a common 
authentic approaches to teacher’s appraisal.  
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